The topic of the article refers to expressions used to address the psychosocial risk linked to the workplace violence. The article bases on the Polish-French comparison, using analysis of definitions, legal acts and public statistics. The purpose is to show social differences, in the context of mobbing and "harcèlement moral", that surface from ratified definitions of these phenomena and public statistics. The final conclusions are the effect of a compilation of results of analysis and available literature. The choice of the two European, diverse areas of comparison for the diagnosisPoland and France -is the result of selection of the method of data content analysis, chosen by the author because of the availability of the scientific resources essential for the article and accessible during an academic stay in Centre d'Etudes de l'Emploi in France.
Introduction
The topic of the article addresses the multicultural crucible of expressions, which are used to define phenomena of violence that represent psychosocial risks in the workplace.
By focusing on the concept of mobbing or "harcèlement moral" , the author of the article points out a conceptual dispersion originated in national, local differences in both the extent of assimilation of anglicisms in the native language, as well as the categorization of the violence phenomena in the workplace. A supplement for these definitional analyses is the indication of legislative, official differences in the mobbing and "harcèlement moral" definitions in Poland and France. Explaining the concept of mobbing or "harcèlement » results in a specified valuation of these concepts and, consequently, in defining the phenomenon in the Labor Code and imposing sanctions. The definition of the concept, which is the core for evaluation of the repeatability of mobbing or "harcèlement moral" in the workplace, is a start of the cause and effect chain of providing evidence to the non-material, intangible psychological losses. Although this process socially teaches how to officially defend oneself in court, based on a history of previous cases, at the same time it reinforces the sophisticated forms of abuse -intangible to witnesses -associated with mobbing or "harcèlement in the workplace". The context of culture and legal norms is one of the areas that form social courage and condemnation of this phenomenon.
The other comparative picture presented here is the picture of the mobbing and "harcèlement" phenomena that emerges from the analysis of information available through the Polish and French public statistics. The author focuses the theoretical references to this comparative analysis on sociometry, with the indication of the key concepts that cohesively tie irrevocability of mobbing or harcèlement occurrence in teamwork, which was confirmed by (Faulx et Detroz,2009 ) in their post research findings. The picture of issues which are exhibited in statistics or which are not shown (also in topics such as health at work, psychosocial risks) creates a list of social issues either popular or ignored by public opinion. Measuring the frequency of events, setting standards and limits for health in the workplace is an area of institutional standards governing damage limit to health (Gollac and Volkoff 2007) .
In the European statistics (EUROSTAT), we can see the picture of «health at work» interpreted by indicators and values. In statistics, the image "safety and hygiene at work" fills in data: accidents at work, statistics on occupational diseases, subjective perception of working conditions are measured in a European opinion poll on occupational safety and health initiated by EU-OSHA (European Agency for Safety and Health at Work). The selection of research topics follows from European policy goals, set out in documents such as the European Security Strategy and Health at Work where one of the directions suggests an important social problem in the field of work "implementation of measures to promote a healthy environment and mental well-being at work 1 ".
In times of mobility and dynamic labor markets, the psychosocial risks that people are subjected to in the workplace are present both in European and local areas of employment. Those risks, however, adopt locally different definitions. The notions discussed in the article can be viewed from many theoretical perspectives.
Cultural socialization, together with a social learning process, is the reason that we form varied hierarchies of values or social problems. A given nation recognizes 3 of 25 certain phenomena as important to be included in educational texts and, to other phenomena, gives its consent. Interesting here is a sociolinguistic process of appointing different codes to the same definitions which, in the theory of sociology, was recognized by as far back as (Bernstein 1971) . In the theory of classic constructionism Berger or Luckmann, we have a perspective where concepts, notions are the products of collective negotiation of meanings. This subjectivity in how we create "the construct" in the social world also applies the concepts of health at work, suffering at work, the perception of the risks, benefits and loss in work from the worker's perspective. Nowadays either we give meaning to social issues or this meaning is created by the trade unions as a group for the formation of significant constructs -including concepts such as psychosocial risks. An article (Marc Loriol, 2015) refers to this phenomenon of how the notion is created and will be an impulsion for the worker to change their professional group. Not only does Loriol develop the notion of health at work in cases of stress at work but he also creates necessary implementation of a process of intervention at work -focused on the person -for an increased quality of work in the perspective of human relations.
In this method, using mindfulness in the workplace helps to develop skills with more freedom from thinking patterns which are based on our dogma in work conflicts (Loriol, 2014) . Also Loriol, as well as other authors, refers to the issue by setting a meaning of notion to terms such as "health at work" or "psychosocial risks" seen in statistics.
Trying to understand the risks from the perspective of the profession, must we mention the subjective perception of threat. In the longer term, a process of labelling and categorization is formed by employees, but they may feel fear before the schematic process of labelling at work also in the mental or emotional sphere.
This issue refers to the trajectory of a career and illustrates the complexity of the problem and the way of recognition of the issues behind the problem. Fear before giving a negative role in the team is a form of hidden fears of lack of acceptance, fear before rejection out to the peripheral positions in the workplace. These definitions place different emphases on the role of the team and co-workers in the experience of workplace violence. The peculiarity of linguistic comparisons of definitions is not the only one, in the comparative view of psychosocial risks an employee may be subjected to. As noted by (Dressen 2011) , violence in the workplace has its typologies, which can be seen both in the individual work and group work. Viewing a violence risk from the perspective of a type of work performed (individual or group) is one of the variables pointed out by (Dressen, 2011) . A psychological violence which may be rooted in teamwork is reflected in 4 of 25 "harcèlement moral", "harcèlement sexuel" and an obsessive degradation of an individual through persistent moral and physical dominance. The overall collations, made by the author, comparing the types of workplace violence with its source (individual or group work) and taking into account goals and instruments of the violence, all indicate that teamwork is more often a source of violence of various kinds. Thus, teamwork carries a bigger risk of violence in the workplace, particularly in the context of moral violence.
The experience of violence in the workplace is one of the many psychosocial risks.
The violence can manifest itself in various, sophisticated forms of social oppression.
One of them is a symbolic or psychological violence rooted in the fear of losing dominance. It also refers to the fear of losing occupational dominance. The relationship of dominance and violence was described in the sociological theory by (Bourdieu, 1977) .
In team relationships, the fear of losing dominance can manifest itself in at least three ways. The first situation is when violence penetrates the team slowly, as described by (Dressen, 2011) , "violence insidieuse" which involves repetitive slanders used by a group of employees in order to weaken the power of an individual in the collective.
Symbolic violence is most severely shown in the workplace communication.
Recognized here is the communication in its passive and active form, which means that the violence is both the rumors or slanders about an individual, having a negative impact on the image of him or her, as well as an elimination of an individual from the communication. It is important to point that, particularly in the long term, one-sided interactions in a collective are the threat, because they can reinforce an individual's isolation or appoint a subordinate role in relationships which, according to the structure, should take place on a parallel level. A routine, in the face of prestigiously unequal tasks for same level positions, is an essential risk factor. A risk of an isolation from the communicative web is a possible direction of development of the team spirit. Teamwork is an area saturated with interactions.
Simultaneously, this area implies the risk of mutual violence, which surfaces together with interactions of some people with the other in the course of professional work. Specifics of the phenomena's awkwardness, from the perspective of symbolic interactionism, comes from an individual's dilemmas about costs he or she will suffer depending on whether he or she will accept the role of a victim or will decide to stand up to the team's oppression. The costs, for an individual experiencing abuse, are emotional, psychological losses, together with the loss of dignity, autonomy or occupational status. With regards to the degradation of a professional status, the cost is also the risk of temporary or permanent professional inactivity, as the effect of entanglement in stress from experiencing the workplace violence. A non-material cost for somebody entangled in the experience of suffering at work is the loss of an occupational prestige, which, along with taking the case to court, may influence a subjective evaluation of trust of business partners, clients or potential employers towards the victim. Distressful is the very loss of a job that guaranteed financial stability.
As indicated above, a set of concepts surrounding this article would require the leading of the reader to the current number of perspectives from which we can look at the issue. Presented with references to subtle cross-linguistic differences in the first part of the paper, the reader should concentrate on an analysis of two national 
Conceptual differences -in the context of harcèlement moral and mobbing in the workplace
The expression of mobbing was assimilated to the nomenclature of interpersonal relationships based on conclusions derived from an observation of behaviors of insects living in collectives (wasps, bees, termites, ants). More precisely, the behavior, that gave an origin to the meaning of the expression, refers to cases of attacking a specimen by a group of insects. The phenomenon was described, in the context of sociobiology, by the zoologist and ethologist Konrad Lorentz, whose book "On Aggression" was translated into English in 1967. The concept was adopted to workplace relationships in 1984 by a German psychiatrist Heinz Leymann (Leymann and Gustafsson, 1996) , who used the expression to Bullying may be carried out by managers and aimed at subordinates, it may occur between work colleagues (co worker bullying) or it may be a combination of both 3 .
Another expression for violence in the workplace is harassment (Einarsen et.al. 2009 ). Harassment, with the addition of the adjective sexual, gained particular when the employee establishes the materiality of the facts constituting precise and consistent proof of their harassment, it is for the court to assess whether these elements, taken together, allow a presumption of moral harassment and, if so, it is for the employer to prove that these acts do not amount to such harassment and that its decision is justified by objective elements in harassment.
The In the Polish 7 case, the indicators which had been mentioned in the judgment as mobbing were:
-Accusing the employee (the plaintiff) of a lack of skills, of conceptual thinking, of technical knowledge expertise, blaming her for mistakes not directly made by her.
-Several times, suggesting the employee the right to retire (the person being entitled to pension rights due to her age) at the same time highlighting her age and lack of fitness to work.
-Putting the pressure on the worker and creating an atmosphere causing her to perform her duties working in permanent stress, which ultimately caused the upset of her health, fainting twice during the operation, which resulted in the call for an ambulance to the workplace and the hospitalization of the employee, -Forcing employees to repeat the same activities (preparing letters due to the use of Annually, the average increase in the number of mobbing lawsuits heard and ruled favorably by the Polish Courts is nearly 3%.
The source of data which are provided by the Polish Justice System is the very source that allows for the analysis of the social change with respect to mobbing on two issues. An increasing number of lawsuits addressing mobbing filed in the Labor Court is a testimony of greater legal awareness of employees. The second issue is an increased activity of women as plaintiffs in court cases pertaining to mobbing. It is supported also by a greater professional activity of the Polish women in the sector of customer service, and the customer service is the very type of teamwork with the more frequently occurring acts of mobbing. Table 1 mobbing court cases. The data with the number of mobbing lawsuits filed in Labor
Courts provides a picture of a legitimate, official area of conflict between an employee and employer, although the very acts of violence may be carried out by co-workers symbolically. The symbolic violence refers also to the employer's consent to the acts of violence (psychological, physical, symbolic, normative, moral) together with which its insidious form, «violence insidieuse», is also a form of symbolic violence.
Data compiled based on records of legal cases in courts of first instance, seeking experiencing verbal abuse at a higher level (a difference of nearly 6%). The French customer service employees particularly more often declare being subject to the verbal abuse. Also the French employees three times more often admit to being subject to threats in the workplace, and the customer service employees are more often exposed to threats than the industry employees. Likewise, the customer service employees of both countries more often reveal experiencing workplace harassment or bullying. These results confirm a common feature of the secondary survey's results, which is that a greater possibility of psychosocial risks runs among people working in customer services, where interpersonal relationships are polarized similarly to a work team. Detailed results are shown below. 
Conclusion
This article presents a comparison picture of the psychosocial risk linked to the problem which is defined in Poland as mobbing and in France as harcèlement moral. By doing the analysis, the author pointed to differences of legitimate, judicial definitions that are used to describe the same phenomenon in Poland and France.
The definitions of the phenomena and the sanctions included in the European and local labor codes are simultaneously the framework for defense in disputes of this type. The author showed that there is a greater number of lawsuits addressing these issues heard and tried in the Courts in Poland and France. On the basis of this formal data, one can conclude there is a bigger social awareness and knowledge among employees, which correlates to a more intense activity in terms of filed lawsuits addressing experiences of mobbing and harcèlement moral. By using comparative sources, it was proved that, in the context of employment, violence in the workplace dominates the customer service sector and is more prevalent amongst people working in teams. How a given society defines the workplace psychosocial risks, like mobbing, harcèlement moral and harcèlement sexuel, corresponds to the social evaluation of the phenomenon of violence in the workplace. It is confirmed in the frequency and persistence of researches addressing the very issue, which is the subject of public surveys on a constant basis.
